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Abstract 
Based on career construction theory, the current research examined the role of career 
adaptability in Chinese university graduates’ job search process (N = 270). Results from a 
three-wave survey study showed that the four dimension of career adaptability (measured at 
wave 1) correlated positively with university graduates’ job search self-efficacy (measured at 
wave 2) and their employment status (measured at wave 3). Among graduates who became 
employed, career adaptability dimensions also predicted positively their person-environment 
(P-E) fit perceptions (measured at wave 3). The results further showed that with the effects of 
demographics (gender, age, education level and major) and family background (family 
economical status and parental education) controlled for, when putting the four dimensions of 
career adaptability together, career concern and career control served as the strongest 
predictors for job search self-efficacy, which further mediated the positive effects of these 
two dimensions on employment status. In addition, career control also had indirect effect on 
P-E fit through the mediation of job search self-efficacy. Additional analyses using the global 
indicator of career adaptability also supported this mediation model such that career 
adaptability significantly predicted employment status and P-E fit, with these relations 
mediated by job search self-efficacy. These findings carry implications for research on career 
construction theory, as well as career education and career counseling practices.  
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Career Adaptability, Job Search Self-Efficacy and Outcomes:  
A Three-Wave Investigation among Chinese University Graduates 
 According to career construction theory (Savickas, 1997, 2005), career development 
is driven by adaptation to a series of transitions from school to work, from job to job and 
from occupation to occupation, with the goal being person–environment integration. People 
develop different levels of psychological resources to manage the critical tasks, transitions 
and traumas in their career development. To capture this important individual difference, 
Savickas (1997) proposed the concept of career adaptability, which refers to the “readiness to 
cope with the predictable tasks of preparing for and participating in the work role and with 
the unpredictable adjustments prompted by changes in work and working conditions” (p. 
254). Career adaptability consists of four factors: career concern, career control, career 
curiosity and career confidence. The four-dimensional scale of career adaptability has been 
developed and its structural validity was supported by empirical studies conducted in 13 
countries (Savickas & Porfeli, 2012), which paves the way for further research on how these 
adaptive resources shape individuals’ self-regulation strategies in their career construction 
process (Johnston, Luciano, Maggiori, Ruch, & Rossier, 2013; Tolentino, Garcia, Restubog, 
Bordia, & Tang, 2013). The current research examined the role of career adaptability in the 
transition from school to work by testing its relationships with job search outcomes among 
Chinese university graduates.  
University graduates’ job search success (e.g., getting employed, obtaining a desirable 
job position) is critical for smooth transition from school to work and for long-term career 
success, as those who are able to achieve job search success are likely to see cumulative 
advantages throughout their careers (DiPrete & Eirich, 2006). Research shows that individual 
differences in personality (e.g., big-five personality, approach-avoidance traits, proactive 
personality) serve as important antecedents of job search success (e.g., Brown, Cober, Kane, 
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Levy, & Shalhoop, 2006; Turban, Stevens, & Lee, 2009; Wanberg, Zhu, Kanfer, & Zhang, 
2012; Zimmerman, Boswell, Shipp, Dunford, & Boudreau, 2012). Unlike personality, career 
adaptability is more changeable, and more proximal to individuals’ self-regulation process in 
career transitions (Savickas & Porfeli, 2012). Research into the role of career adaptability in 
job search process will thus provide a new theoretical perspective to understand the 
antecedents of job search success. Based on career construction theory, we propose that 
career adaptability relates positively to both objective (employment status) and subjective 
(person-organization fit, demand-ability fit, need-supply fit) indicators of job search success. 
In addition, to identify the mechanisms underlying the positive effects of career adaptability, 
we further examined the mediation role of job search self-efficacy (Wanberg, Zhang, & 
Diehn, 2010) in this process. 
Career Adaptability and Employment Status  
The most prominent outcome variable in university graduates’ job search is 
employment status (employed or unemployed), which is often assessed at graduation, or 
shortly after graduation (Boswell et al., 2012). To obtain a job offer, job seekers usually go 
through a series of tasks like assessing personal characteristics (e.g., values, needs, abilities), 
searching job market information, submitting applications, participating in interviews, 
negotiating with potential employers and making decisions on which job offer to accept 
(Brown et al., 2006; Wanberg et al., 2010). As university graduates generally have little 
familiarity with these tasks, job search is often regarded as stressful and full of unexpected 
difficulties (Turban et al., 2009). Based on career construction theory, we argue that the 
multiple psychological resources underlying career adaptability promote university graduates’ 
self-regulation capacity in job search, and therefore will increase the likelihood of 
employment.  
The first factor of career adaptability, career concern, refers to individuals’ awareness 
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of their future possibilities and considering what might come next (Savickas, 2005). As career 
concern represents a future orientation, it disposes university students to engage in activities 
that prepare them to meet the challenges in job search. As a result, college graduates with a 
higher level of concern are likely to be more ready for the tasks involved in job search and 
thus have a better chance to get employed. Career control represents as an aspect of 
intrapersonal processes that foster self-regulation, not an interpersonal process that 
influences self-regulation. Control involves self-discipline and being conscientious, 
deliberate, organized, and decisive in performing developmental tasks and making 
occupational transitions. Its opposite is confusion, not dependence (Savickas, 2013). This 
willful working style is beneficial in setting clear goals and taking assertive actions in the job 
search process; that will also increase the likelihood of securing employment.    
Career curiosity refers to individuals’ strength of exploring various situations and 
roles (Savickas, 2005). We propose that a higher level of career curiosity will lead to a more 
comprehensive understanding of one’s characteristics and job market opportunities, therefore 
it will also relate positively to university graduates’ employment status. Career confidence 
represents individuals’ positive perceptions on their problem-solving skills across different 
situations (Savickas, 2005). As individuals with stronger efficacy beliefs tend to exert more 
efforts and show greater persistence when encountering situations that prove difficult or 
demanding (Bandura, 1977), we propose that a higher level of career confidence will 
motivate individuals to persist when facing problems in job search and therefore will increase 
the likelihood of getting employed at graduation.  
In sum, all the four factors of career adaptability are likely to relate positively to 
university graduates’ employment status. In addition, career construction theory posits that 
these four factors combine to form a global indicator of career adaptability (Savickas & 
Porfeli, 2012). We thus hypothesize that global career adaptability will also relate positively 
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to university graduates’ employment status.  
Hypothesis 1: University graduates’ degree of career concern (H1a), career control 
(H1b), career curiosity (H1c), career confidence  (H1d), as well as global career 
adaptability  (H1e) will relate positively to obtaining employment at graduation. 
Career Adaptability and Person-Environment Fit  
Although employment status is an important outcome variable in the job search 
literature, researchers argue that the fit between individuals and their working environments 
should also be considered when evaluating their job search success. Person-environment (P-E) 
fit has been established as a strong predictor for both work-related and career-related 
outcomes (Boswell et al., 2012; Saks, 2006; Saks & Ashforth, 1997, 1999, 2002). The broad 
umbrella of P-E fit encompasses various lower-level fit constructs, such as person-
organization (P-O) fit and person-job (P-J) fit (Chatman, 1991). P-O fit refers to the similarity 
between employees and their organizations on important characteristics such as values and 
personality (Kristof, 1996). Research has consistently shown that P-O fit predicts higher job 
satisfaction, higher organizational commitment, and lower intention to quit across different 
organizational settings (Deng, Guan, Bond, Zhang, & Hu, 2011; Guan, Deng, Risavy, Bond, 
& Li, 2011; Kristof-Brown, Zimmerman, & Johnson, 2005). P-J fit is operationally defined as 
“needs-supply fit” (N-S fit; whether an employee’s needs are fulfilled in their work) and 
“demand-ability fit” (D-A fit; whether an employee’s characteristics meet the demands or 
requirements of their work) (Kristof, 1996). Both N-S fit and D-A fit serve as important 
predictors for job satisfaction, the quality of work life, and positive adjustment in new 
organizations (Guan, Deng, Bond, Chen, & Chan, 2010; Kristof-Brown et al., 2005).  
To fully understand the role of career adaptability in job search success, the current 
research incorporated employed graduates’ perceived P-O fit, N-S fit and D-A fit with their 
future employers as indicators of job search success. It is arguable that college graduates’ 
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pre-entry P-E fit perceptions may not accurately reflect the compatibility between their own 
characteristics and the working environments. However, as college graduates usually have 
developed a general understanding on their future working environments when accepting the 
job offer, they should have formed basic fit perceptions at the pre-entry stage. In addition, 
pervious research has demonstrated that the fit perceptions at the pre-entry stage were 
significantly related to the fit perceptions after four months of working experience (Saks & 
Ashforth, 2002), which supports the validity of these indicators.  
Consistent with the above discussion on the role of career adaptability in job search, 
we argue that as career concern will motivate individuals to spend more time and efforts in 
planning how to match their own characteristics with future working environments, career 
control ensures that individuals’ job search  is based on their deliberate decisions and 
conscientious actions,  career curiosity allows individuals to envision more opportunities in 
job market, career confidence sustains individuals’ efforts and persistence when facing 
difficulties in job search, all these factors should increase the likelihood of finding a job that 
matches one’s values, needs and abilities. Therefore, we propose that:  
Hypothesis 2: Among the employed university graduates, their career concern (H2a), 
career control (H2b), career curiosity (H2c), career confidence (H2d), as well as 
global career adaptability  (H2e) relate positively to the pre-entry fit perceptions.  
The Mediation Role of Job Search Self-Efficacy 
Previous research has shown that job search self-efficacy, which refers to the belief 
that one is capable of performing the behaviors required to obtain a new job, serves as an 
important self-regulatory resource in job search process (Kanfer & Hulin, 1985). Individuals 
with high self-efficacy usually set challenging goals for themselves and strive to achieve 
these goals by exerting efforts to overcome the difficulties (Bandura, 1977). Individuals with 
low self-efficacy tend to regard challenging tasks as threatening and are more likely to reduce 
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their efforts and give up quickly. Accordingly, previous research has revealed that job search 
self-efficacy relates positively to the intention, frequency and intensity of job search behavior, 
as well as the number of job offers and pre-entry fit perceptions with working environments 
(Boswell et al., 2012; Kanfer & Hulin, 1985; Kanfer et al., 2001; Saks & Ashforth, 1999). In 
addition, job search self-efficacy also serves as an important mediator in explaining the 
relations between distal predictors (e.g., personality) and job search outcomes (Zimmerman et 
al., 2012).  
Based on these findings, we argue that as career adaptability gives rise to the general 
perception that one is good at career planning, taking control of the career development 
process, getting access to various career opportunities and forming positive expectancy for 
their future, all these four factors will exert positive influence to the domain-specific self-
efficacy in job search. Therefore, these general adaptive resources will relate positively to job 
search self-efficacy, which in turn will regulate individuals’ job search behavior and 
eventually lead to positive job search outcomes.  
Hypothesis 3: Job search self-efficacy mediates the positive effects of career concern 
(H3a), career control (H3b), career curiosity (H3c), career confidence (H3d) and 
global career adaptability  (H3e) on employment status and fit perceptions.  
Method 
Procedure and Participants 
Participants were recruited from a large university in South China. The career center 
of this university circulated the advertisement of this study through email and mobile phone 
messages among final-year students. Those who intended to seek employment rather than 
advanced education after graduation were invited to participate in this study. To reduce the 
attrition rate, participants who provided valid responses for at least two waves of studies were 
rewarded by a gift worth 10 RMB (around $2 US). Participants were instructed to complete 
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the online questionnaire at three time points. Survey 1 included career adaptability and 
demographic measures, and was launched at the end of March 2013; Survey 2 assessed job 
search self-efficacy, and was started at mid April 2013. Survey 3 measured employment 
outcomes (employment status, P-O fit, N-S fit and D-A fit) and was started at the end of June 
2013 when the spring semester ended. For each wave of data collection, participants were 
reminded by email and mobile phone messages. Each wave of survey was only open for one 
week after the reminder was sent, to ensure the data were collected during the given period of 
time.  
 A total number of 697 participants (340 males and 357 females) completed the survey 
at wave 1; their average age were 23.50 (SD = 1.43); 73% were Bachelor graduates and 27% 
were Master graduates. Five hundred and three participants (248 males and 255 females) 
completed the survey at wave 2; their average age were 23.60 (SD = 1.50); 74% of them were 
Bachelor graduates and 26% were Master graduates. Three hundred participants (137 males 
and 163 females) completed the survey at wave 3; their average age were 23.40 (SD = 1.72); 
74% of them were Bachelor graduates and 26% were Master graduates. As a result, 270 
participants (total retention rate 39%) provided valid responses for all these three waves of 
data collection, which were used for hypothesis testing. For participants included in data 
analysis (127 were males and 143 were females), their average age were 23.56 (SD = 1.68); 
74% of them were Bachelor graduates and 26% were Master graduates. All participants 
graduated at the end of June from eight faculties, including Chemistry (4%), Foreign 
Language (8%), Civil Engineering (18%), Information Technology (5%), Law (5%), Finance 
(9%), Electronics (10%), Tourism (5%) and Business (36%). The results showed that 
participants’ employment rate at graduation was 69%, which was comparable to Chinese 
university graduates’ employment rates in these years (Mycos Institute, 2013). Comparisons 
of participants who provided complete data with those who did not revealed no significant 
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differences in age, t (695) = −.61, ns, gender proportion t (695) = −.73, ns, education level t 
(695) = .70, ns, as well as the score on the global indicator of career adaptability t (695) = .38, 
ns. Therefore, sampling bias should not be a concern for this study.  
Instruments 
The Career Adapt-Abilities Scale (CAAS). Participants were asked to complete the 
Chinese version of the Career Adapt-Abilities Scale (Hou et al., 2012), which consists of 24 
items that are divided equally into four subscales measuring the adaptive resources of 
concern, control, curiosity and confidence. Participants responded to each item on a scale 
from 1 (not strong) to 5 (strongest). Confirmatory factor analysis (CFA) was conducted to 
examine whether the factor structure of this scale (four first-order factors loaded on a second-
order career adaptability factor) can be supported by current data. Fit indicators based on the 
data from Wave 1 (N = 697) were: χ2 = 1000.52, df = 248, χ2/df = 4.03, CFI = .92, IFI = .92, 
RMSEA = .07, SRMR = .03. The fit indexes based on the data from the final sample (N = 270) 
were: χ2 = 700.89, df = 248, χ2/df = 2.83, CFI = .88, IFI = .88, RMSEA = .08, SRMR = .04. 
Although these indexes were not as good as those derived from the data of Wave 1, the 
decrease of model fit may be due to the shrink of sample size. In addition, these model fit 
indexes were comparable to those reported in previous studies (Hou et al., 2012; Savickas & 
Porfeli, 2012), therefore we concluded that this model adequately fit the current data. 
Cronbach alpha coefficients for the four scales ranged from .86 to .88 (see Table 1). For the 
global indicator, the Cronbach alpha was .94. All these results supported the structural 
validity of the Chinese version of the CAAS.  
Job Search Self-Efficacy.  Participants’ job search self-efficacy was measured by the 
scale developed by Wanberg et al. (2010), which consists of 11 items concerning beliefs 
about one’s ability to perform well in job search tasks, such as writing a good resume, finding 
information about companies before an interview, presenting themselves well in an interview, 
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and so on. We modified one item “explaining why you no longer work for your last employer” 
into “explaining why you want to work for the current employer” to fit the job search context 
of new entrants. The Chinese version of this scale was translated by a Chinese bilingual 
translator. A native English speaker with good Chinese proficiency was then asked to back-
translate these items. After the two translators compared the back-translation with the original 
scale and refined the Chinese translation through discussion, the final Chinese version was 
produced.  Participants were asked to rate on a 7-point scale the degree to which they had 
confidence in a series of job search tasks from 1 (not at all confident) to 7 (extremely 
confident). For the current investigation, the Cronbach alpha coefficient was .93. 
Employment Status. Consistent with previous research (Boswell et al., 2012), 
participants were asked to indicate whether they had signed a formal work contract with an 
employer (0 = no, 1 = yes).  
 Fit Perceptions. All fit perceptions were rated on a 7-point scale ranging from 1 
(strongly disagree) to 7 (strongly agree). Person-Organization (P-O) fit was measured by a 
Chinese version of P-O fit scale (Guan et al., 2011), which consisted of three items. A sample 
item is: “I think the values and personality of this organization reflect my own values and 
personality”. In this study, these three items produced a Cronbach alpha of .90. Perceived 
Demand-Ability (D-A) fit was measured by a Chinese version of D-A fit scale (Guan et al., 
2010), which consists of two items: “My knowledge, skills, and abilities match the 
requirements of the job” and “My job performance will be hurt by a lack of expertise on the 
job” (reverse coded). The Cronbach alpha for these two items was .87. Perceived Needs-
Supply (N-S) fit was measured by a Chinese version of N-S fit scale (Guan et al., 2010), 
which consists of two items: “I feel that this work enables me to do the kind of work I want to 
do” and “This work is a good match for me”. The Cronbach alpha for these two items was .91. 
CFA was conducted to examine whether P-O fit, N-S fit and D-A fit were distinguishable 
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constructs. First, all items of these three constructs were specified to represent a single latent 
factor, χ2 = 251.86, df = 14, χ2/df = 17.99, CFI = .76, IFI = .76, RMSEA = .30, SRMR = .12. 
We then examined whether the items for these three constructs could be represented in two-
factor models by combining items from two factors into one factor. Accordingly, we tested 
the two-factor model by specifying that the N-S fit and D-A fit items represented one latent 
factor (χ2 = 157.46, df = 13, χ2/df = 12.11, CFI = .86, IFI = .86, RMSEA = .24, SRMR = .11), 
the N-S fit and P-O fit items represented one latent factor (χ2 = 129.90, df = 13, χ2/df = 9.90, 
CFI = .88, IFI = .88, RMSEA = .22, SRMR = .08), the D-A fit and P-O fit items represented 
one latent factor (χ2 = 146.06, df = 13, χ2/df = 11.24, CFI = .87, IFI = .87, RMSEA = .24, 
SRMR = .10). The fifth model assumed the hypothesized three latent factors representing the 
underlying dimensions, χ2 = 19.74, df  = 11, χ2/df = 1.79, CFI = .99, IFI = .99, RMSEA = .07, 
SRMR = .03. Fit indices showed that the fifth model fit the data reasonably well and was 
significantly better than the single-factor model (Δχ2 = 232.12, df = 3, p < .001) and all 
three-factor models (Δχ2s >= 110.16, df = 2, ps < .001). 
Control Variables. To examine career adaptability’s unique contribution in predicting 
the mediator and outcome variables (Becker, 2005), we measured and controlled for the 
effects of participants’ age, gender (0 = male, 1 = female), education level (0 = Bachelor, 1 = 
Master), faculty (dummy coded, Chemistry as the reference group), parents’ education (1= 
Primary school or below, 2 = Junior middle school, 3 = Senior middle school, 4 = Associate 
degree, 5 = Bachelor’s Degree, 6 = Master’s Degree, 7 = Doctor’s Degree) and family annual 
income (1 = 20,000 RMB (around $3,333 US) or below, 2 = 20,000 - 50,000 RMB (around 
$3,333 – $8,333 US),  3 = 50,000 - 80,000 RMB (around $8,333 – $13,333 US), 4 = 80,000 - 
110,000 RMB (around $13,333 – $18,333 US) 5 = 110,000 - 140,000 RMB (around $18,333 
– 23,333 $US), 6 = 140,000 - 170,000 RMB (around $23,333 – 28,333 $US), 7 = 170,000 - 
200,000 RMB (around $28,333 –  $33,333 US), 8 = 200,000 - 250,000 RMB (around 
Commented [S1]: Two-factor 
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$33,333 – $41,667 US), 9 = 250,000 - 300,000 RMB (around $41,667 – $50,000 US), 10 = 
300,000 - 400,000 RMB (around $50,000 – $66,667 US), 11 = 400,000 - 500,000 RMB 
(around $66,667 – $83,333 US), 12 = 500,000 RMB (around $83,333 US) or above).   
Results 
Descriptive Statistics 
The descriptive statistics and correlations among career adaptability (career concern, 
career control, career curiosity, career confidence and the global indicator), job search self-
efficacy, employment status (0 = unemployed, 1 = unemployed), P-O fit, N-S fit and D-A fit 
appear in Table 1. The results show that career concern related positively to job search self-
efficacy (r = .39, p < .001), employment status (r = .25, p < .001), P-O fit (r = .28, p < .01), 
and N-S fit (r = .19, p < .01). Career control related positively to job search self-efficacy (r 
= .39, p < .001), employment status (r = .14, p < .05), P-O fit (r = .34, p < .001), N-S fit (r 
= .12, p < .01) and D-A fit (r = .24, p < .01). Career curiosity related positively to job search 
self-efficacy (r = .38, p < .001), employment status (r = .17, p < .01), P-O fit (r = .27, p < .01), 
N-S fit (r = .16, p < .05) and D-A fit (r = .15, p < .01). Career confidence related positively to 
job search self-efficacy (r = .32, p < .001), employment status ((r = .18, p < .01), P-O fit (r 
= .28, p < .001), N-S fit (r = .18, p < .01) and D-A fit (r = .18, p < .01). Global career 
adaptability related positively to job search self-efficacy (r = .44, p < .001), employment 
status (r = .22, p < .001), P-O fit (r = .34, p < .001), N-S fit (r = .22, p < .01) and D-A fit (r 
= .19, p < .01). Job search self-efficacy related positively to employment status (r = .24, p 
< .001), P-O fit (r = .46, p < .001), N-S fit (r = .32, p < .001) and D-A fit (r = .31, p < .001). 
The results of correlation analysis generally supported the positive effects of career 
adaptability on job search self-efficacy, employment status and fit perceptions.  
---------------------------------- 
Insert Table 1 here 
---------------------------------- 
Career Adaptability Dimensions, Job Search Self-Efficacy and Employment Status 
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 Further analyses were conducted to better estimate the overall contribution of the four 
dimensions of career adaptability in predicting outcome variables, as well as the mediation 
role of job search self-efficacy. To examine whether job search self-efficacy served as a 
mediator for the relations between the career adaptability dimensions and employment status, 
we adopted the procedure proposed by Preacher and Hayes (2008). According to their 
suggestions, there are three criteria to justify a mediation effect. First, the independent 
variable should be significantly correlated with mediator variable. Second, after the effect of 
the independent variable towards dependent variable was controlled, the correlation between 
mediator variable and dependent variable should be significant. Finally, the indirect effect of 
independent variable on dependent variable must be significant. Before the analyses, all 
continuous predictors were well-centered (Aiken & West, 1991). As showed in Table 2, after 
controlling for the effect of participants’ demographics (gender, age, education level and 
faculty) and family background (parental education and family annual income), when putting 
the four dimensions of career adaptability together, career concern (β = .25, p < .01) and 
career control (β = .37, p < .001) significantly predicted job search self-efficacy, but the 
effects of career curiosity(β = .11, ns) and career confidence (β = -.03, ns) were diminished 
to non-significant.  
---------------------------------- 
Insert Table 2 here 
---------------------------------- 
Logistic regression was conducted to predict employment status (0 = unemployed, 1 = 
employed). As showed in Table 3, among the four dimensions of career adaptability, career 
concern served as the significant predictor of employment status (γ = .89, p < .01). When 
adding job search self-efficacy to the model, it also significantly predicted employment status 
(γ = .62, p < .01). To calculate the indirect effects, we adopted the SPSS micro PROCESS 
(Hayes, 2013). The results showed that the indirect relationship between career concern and 
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employment status through job search self-efficacy was significant (95% CI = [.23, .38]). 
Although career control did not have a significant direct effect on employment status, the 
results showed that the indirect effect of career control on employment status through job 
search self-efficacy was also significant (95% CI = [.03, .53]).  
---------------------------------- 
Insert Table 3 here 
---------------------------------- 
Career Adaptability Dimensions, Job Search Self-Efficacy and Fit Perceptions  
Among graduates who successfully obtained employment, results indicated that with 
demographic variables and family background controlled, when putting all the four 
dimensions together, career control was the only significant predictor of job search self-
efficacy (β = .27, p < .05). As showed in Table 4, career control also significantly predicted 
person-organization fit (β = .48, p < .01); when job search self-efficacy was entered into the 
model, the influence of job search self-efficacy was significant (β = .45, p < .001), and the 
coefficient of career control decreased from .48 (p < .01) to .31 (p < .10). Further analysis 
using SPSS micro PROCESS (Hayes, 2013) showed that the indirect relationship between 
career control and person-organization fit through job search self-efficacy was 
significant(95% CI = [.02, .35]). In addition, the results also showed that the indirect effect of 
career control on D-A fit (95% CI = [.01, .27]) and N-S fit (95% CI = [.02, .34]) through job 
search self-efficacy were both significant.  
---------------------------------- 
Insert Table 4 here 
---------------------------------- 
Hypothesis Testing Using Global Career Adaptability  
To examine the global career adaptability, we reanalyzed the data with the composite 
score of the four dimensions. The results of logistic regression showed that career 
adaptability related positively to employment status (γ = .80, p < .01) after controlling for the 
effects of demographics and family background. When adding job search self-efficacy into 
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the model, the effect of job search self-efficacy was significant (γ = .61, p < .01) and the 
effect of career adaptability became non-significant (γ = .42, ns). Further analyses using the 
micro PROCESS (Hayes, 2013) showed that the indirect effect of career adaptability on 
employment status through job search self-efficacy was significant (95% CI = [.15, .84]), 
showing that job search self-efficacy fully mediated the effect of career adaptability on 
employment status.  
Among graduates who successfully obtained employment, results indicated that with 
demographics and family background controlled, career adaptability significantly predicted 
person-organization fit (β = .55, p < .001). When job search self-efficacy was entered into the 
model, the influence of job search self-efficacy was significant (β = .45, p < .001), and the 
coefficient for career adaptability decreased to 0.23 (p < .10). The micro PROCESS (Hayes, 
2013) showed that the indirect relationship between career adaptability and person-
organization fit through job search self-efficacy was significant (95% CI = [.17, .51]). 
Demand-ability fit was also significantly predicted by career adaptability (β = .30, p < .05); 
when job search self-efficacy was entered into the model, the influence of job search self-
efficacy was significant (β = .36, p < .001), and the coefficient of career adaptability 
decreased to .04 (ns). According to the result produced by micro PROCESS (Hayes, 2013), 
the indirect effect was significant (95% CI = [.13, .44]). N-S fit was significantly predicted by 
career adaptability (β = .42, p < .01). When job search self-efficacy was entered into the 
model, the influence of job search self-efficacy was significant(β = .39, p < .01), and the 
coefficient of career adaptability decreased to 0.14 (ns). The indirect relationship between 
career adaptability and need-supply fit through job search self-efficacy was significant (95% 
CI = [.12, .48]). Therefore, when using global career adaptability as IV, all hypothesized 
relations were supported.  
Discussion 
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Based on career construction theory (Savickas, 1997, 2005), the current research 
examined the role of career adaptability in Chinese university graduates’ job search success. 
The results showed that after controlling for the effects of demographics and family 
background, global career adaptability significantly predicted Chinese college students’ 
employment status at graduation and fit perceptions with their employers, with these relations 
mediated by job search self-efficacy. The results also showed that for the four factors of 
career adaptability, career concern and career control served as the strongest predictors for 
job search self-efficacy, which in turn predicted job search outcomes. These findings carry 
implications for research on career construction theory, as well as career education and career 
counseling practices.  
Theoretical Implications 
Results from confirmatory factor analysis showed that the factor structure of career 
adaptability as depicted in career construction theory was supported by the data from the 
current research, which supported its structural validity. The results also showed that global 
career adaptability consistently predicted all the mediator and outcome variables, which 
provides strong evidence on the important role of career adaptability in university graduates’ 
job search context. However, the results also showed that when putting all the four factors of 
career adaptability together in predicting job search outcomes, only career concern and career 
control remained to be significant predictors. Career concern represents individuals’ future 
orientation and has been proposed as the most important dimension of career adaptability 
(Savickas, 2005). As university graduates generally have little familiarity with job market, a 
higher level of career concern allows them to foresee the difficulties in job search and get 
themselves prepared for these challenges. Consistently, the results showed that college 
graduates with a higher level of concern formed a higher level of job search self-efficacy, 
which in turn predicted positive employment status. Furthermore, individuals with a higher 
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level of career control, who appear more conscientious and deliberate in making important 
career decisions and transitions, were more likely to obtain employment, and that job also 
was more likely to fit their values, needs and abilities. 
Although the positive effects of career curiosity and career confidence have been 
found in correlation analysis, these significant effects were diminished in regression analysis. 
Due to the conceptual overlapping among these four dimensions, the positive effects of these 
two dimensions may be accounted for by the above two dimensions in predicting job search 
self-efficacy. It is also possible that the effects of career curiosity and career confidence are 
more salient in predicting other types of job search outcomes. As career curiosity refers to the 
open-mindedness in accessing career-related information, the positive effect of this 
dimension should be more salient in predicting individuals’ career exploration behavior 
(Savickas, 2005). Career confidence represents individuals’ positive perceptions on their 
problem-solving skills across different situations and should be significantly related to 
individuals’ positive emotions and resilience in career transitions (Turban et al., 2009). In 
sum, these results suggest that although the four dimensions of career adaptability share 
commonalities with each other, they can also play different roles in predicting different types 
of career-related outcomes across different contexts, these important questions should 
continue to be examined in future research. 
The current research also revealed that job search self-efficacy served as an important 
mediator for the relations between career adaptability and job search outcomes. As career 
adaptability gives rise to the perception that one possesses multiple psychological resources 
in resolving the problem in their career development, it will exert positive influences to the 
domain-specific efficacy in job search, which in turn regulates individuals’ goal setting and 
persistence in job search process (Kanfer & Hulin, 1985; Saks & Ashforth, 1999, Zimmerman 
et al., 2012). However, the results also showed that job search self-efficacy did not fully 
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mediate the relationship between career concern and employment status, as well as the 
relationship between career control and P-O fit, which suggests the existence of other 
important mediators in this process. For example, career concern may enable individuals to 
form meta-cognition to guide the job search process (e.g., Turban et al., 2009), which in turn 
will predict their employment status. On the other hand, as career control facilitates 
individuals’ being deliberate and organized in making career decisions and transitions, it may 
relate positively to individuals’ job search clarity, which in turn mediates its effects on fit 
perceptions (Wanberg et al., 2010). Future search should continue to examine the underlying 
mechanisms on how career adaptability affects individuals’ job search process by 
incorporating these important variables.  
In addition to the role of career adaptability in predicting outcome variables, future 
research should also continue to examine the antecedents of career adaptability. It is likely 
that both individual difference (e.g., approach-avoidance traits) and contextual factors (career 
education and counseling) can shape individuals’ career adaptability (Savickas, 2013), which 
in turn predicts important career-related outcomes across different transitional contexts. 
Research into the antecedents of career adaptability will carry important implications on how 
to improve individuals’ readiness and resources for making career choices and transitions. 
Another important question to be examined in future research concerns the moderation role 
career adaptability in qualifying some established relations. According to career construction 
theory (Savickas, 2005), a higher level of adaptation (outcome) is expected for those who are 
both willing (adaptive) and able (adaptability) to perform behaviors that address changing 
conditions. Therefore, the positive effects of proactive career motivation on career-related 
outcomes are likely to be strengthened when individuals have a higher level of career 
adaptability.  
The findings of current research also carry important implications for research in 
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organizational management. When an employee is new to an organization, he/she will go 
through the process of socialization to fit themselves into the culture of that particular 
organization. One of the focal goals of the socialization process is to achieve a good fit 
between the values and beliefs of members and the organization. Most previous research on 
employees’ P-E fit concerns the organizational factors (e.g., socialization tactics) that 
facilitate new employees’ adjustment to the working environments (Saks, Uggerslev, & 
Fassina, 2007), but seldom examines the antecedents of P-E fit from a individual perspective. 
The current research thus addresses this important research gap and demonstrates the 
important role of career adaptability in helping new employees adapt to the organizational 
contexts. Future research may continue to explore how career adaptability interacts with 
organizational factors in predicting newcomers’ adjustment, satisfaction, as well as job 
performance.    
Practical Implications  
 The findings of current research carry important implications for career education and 
counseling practices. As career adaptability serves as a significant predictor for job search 
outcomes, it can be used as an important tool to diagnose the problems individuals may 
encounter in their school-to-work transition. As career concern and career control were 
revealed as the most powerful predictors in current research, educators and counselors should 
pay more attention to these dimensions and help their clients improve these aspects when 
designing career interventions in Chinese context. As career adaptability provides sustainable 
and transferable regulation resources for individuals’ career transitions, career education 
aiming to improve individuals’ career adaptability will benefit individuals’ career 
development in the long run. Most importantly, the content areas of career adaptability are 
more changeable than dispositional factors, making specific guidance more useful and 
effective. Therefore, career adaptability could be included as an important criterion variable 
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in evaluating the quality of career education courses. 
For organizations, career adaptability can also be used as an important tool to 
diagnose the problems new employees may encounter in adapting to their working 
environments. Organizations should pay more attention to employees with a lower level of 
career adaptability, as they are more likely to encounter the problems of P-E misfit. In 
addition, as career adaptability enables employees to manage critical challenges across 
different situations, organizations may also consider designing training sessions to promote 
employees’ career adaptability, in order to promote employees’ performance and facilitate 
their career development.  
Limitations 
Despite the theoretical and practical implications discussed above, the current 
research has several possible limitations. First, as the current research was conducted among 
a sample of students from a university in China, whether the findings discussed above could 
be generalized to other Chinese university graduates remains to be examined in future 
research. In addition, future research should also examine whether the current research 
findings could be replicated in other cultural settings. Second, although we used a time-lag 
design to examine the role of career adaptability in job search process, the results of current 
research only concerns the short-term job search outcomes across several months. Future 
research should address this limitation by corroborating the current findings by examining the 
long-term effects of career adaptability in job search success and school-to-work transition.  
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Table 1  
Descriptive Statistics, Reliabilities, and Inter-Correlations among Variables  
Variables Mean SD 1 2 3 4 5 6 7 8 9 10 
1.Career concern 3.66 0.68 .87          
2.Career control 4.01 0.59 .56*** .86         
3.Career curiosity 3.76 0.63 .67*** .67*** .86        
4.Career confidence 3.95 0.56 .59*** .63*** .68*** .88       
5. Career adaptability 3.84 .74 .84*** .83*** .89*** .84*** .94      
6. Job search self-efficacy 4.88 .86 .39*** .39** .38*** .32*** .44*** .93     
7. Employment status NA NA .25*** .14* .17** .18** .22*** .24*** NA    
8. P-O fit 5.08 .88 .28** .34*** .26** .28*** .34*** .46*** NA .90   
9. D-A fit 
5.495
1 
.9091 .11 .24** .15* .18* .19** .31*** 
NA .52*** 
.87  
10. N-S fit 5.18 1.06 .19** .12** .16* .18* .22** .32*** NA .70*** .46*** .91 
Note. *p < .05.  **p < .01. ***p < .001. Reliability coefficients are shown in bold along the diagonal of the table.  
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Table 2 
Linear Regression with Job Search Self-efficacy as dependent variable 
Predictor 
Job search self-efficacy 
Step 1 Step 2 
Constant 5.09*** 2.11** 
Age -.11 -.01 
Gender -.16 -.17 
Education .30 .07 
Faculty 1 (Foreign Language) -.08 .01 
Faculty 2 (Civil Engineering) -.23 -.25 
Faculty 3 (Information Technology) -.30 -.08 
Faculty 4 (Law) -.10 -.01 
Faculty 5 (Finance) .08 .03 
Faculty 6 (Electronics) -.04 -.13 
Faculty 7 (Tourism) .28 .28 
Faculty 8 (Business) -.13 -.09 
Family income .05 † .05 † 
Father education .01 .05 
Mother education .02 .01 
Career concern  .25** 
Career control  .37*** 
Career curiosity  .11 
Career confidence  -.03 
Adjusted R2 .00 .19*** 
F .94 16.36*** 
ΔR2  .19*** 
Note. N = 270. †p < .10. *p < .05. **p < .01. ***p < .001. 
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Table 3  
Logistic Regression with Employment Status as Dependent variable 
 
Model I  Model II  Model III 
 B S.E. Exp(B)  B S.E. Exp(B)  B S.E. Exp(B) 
Faculty 1 (Foreign Language) .19 .67 1.21  .25 .68 1.28  .24 .71 1.28 
Faculty 2 (Civil Engineering) -.14 .51 .87  .06 .53 1.06  -.03 .55 .98 
Faculty 3 (Information Technology) 1.18* .48 3.25  1.18* .50 3.24  1.29* .51 3.6 
Faculty 4 (Law) -1.04 .67 .35  -.89 .72 .41  -.87 .72 .42 
Faculty 5 (Finance) -.60 .61 .55  -.40 .65 .67  -.48 .66 .62 
Faculty 6 (Electronics) .71 .56 2.04  .50 .58 1.65  .36 .58 1.44 
Faculty 7 (Tourism) 1.42* .69 4.14  1.28† .70 3.60  1.32† .71 3.75 
Faculty 8 (Business) .61 .89 1.85  .88 .95 2.41  .80 .99 2.23 
Gender .60† .33 1.82  .65† .35 1.91  .56 .36 1.76 
Age -.20 .29 .82  -.07 .30 .94  -.10 .31 .90 
Education .90 .59 2.45  .54 .61 1.71  .51 .62 1.66 
Family income -.04 .07 .96  -.06 .08 .94  -.10 .08 .91 
Father education -.12 .16 .89  -.10 .16 .904  -.13 .17 .88 
Mother education .22 .16 1.24  .25 .17 1.28  .24 .17 1.27 
Career concern     .89** .32 2.44  .75* .32 2.12 
Career control     .06 .37 1.06  -.17 .38 .84 
Career curiosity     -.39 .40 .68  -.44 .41 .65 
Career confidence     .21 .39 1.23  .26 .40 1.29 
Job search self-efficacy       .  .62** .21 1.85 
Constant .10 1.02 1.10  -2.97 1.67 .05  -4.05 1.73 .02 
Chi-square   32.89**    46.81***    55.92*** 
Note. N = 270. *p < .05. **p < .01. ***p < .001. 
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Table 4 
Hierarchical Regression with Fit Perceptions as Dependent Variables 
Predictors 
 P-O fit  D-A fit  N-S fit 
 Step 1 Step 2 Step 3  Step 1 Step 2 Step 3  Step 1 Step 2 Step 3 
Constant  5.31*** 2.70** 1.73*  5.81*** 4.26*** 3.48***  4.88*** 2.96** 2.13* 
Age  -.07 -.01 -.02  .03 .07 .05  .07 .11 .10 
Gender  -.01 -.10 -.01  .10 .03 .10  -.06 -.12 -.05 
Education  .20 .07 .09  .10 .03 .04  .19 .09 .10 
Faculty 1 (Foreign Language)  -.11 .14 .15  -.35 -.19 -.18  -.31 -.12 -.11 
Faculty 2 (Civil Engineering)  -.07 .08 .21  -.41 -.30 -.19  .10 .18 .30 
Faculty 3 (Information Technology)  .16 .38 .56  -.30 -.11 .03  -.32 -.22 -.07 
Faculty 4 (Law)  -.70 -.67 -.67  -.17 -.16 -.16  -.62 -.60 -.60 
Faculty 5 (Finance)  .22 .36 .33  -.33 -.20 -.23  -.06 -.01 -.04 
Faculty 6 (Electronics)  -.42 -.29 -.20  -.57 -.45 -.39  -.65 -.59 -.51 
Faculty 7 (Tourism)  -.13 -.04 -.11  -.30 -.25 -.31  -.06 .01 -.05 
Faculty 8 (Business)  -.19 .03 .06  -.37 -.20 -.17  -.10 .02 .05 
Family income  .07 .05 .020  .02 .01 -.01  .06 .05 .03 
Father education  -.08 -.01 -.04  -.10 -.05 -.07  -.11 -.07 -.10 
Mother education  -.02 -.03 -.03  -.07 -.08 -.08  .02 .02 .01 
Career concern   .06 -.02   -.08 -.14   .17 .11 
Career control   .48** .31†   .33† .19   .34 .19 
Career curiosity   -.10 -.20   -.03 -.12   -.17 -.25 
Career confidence   .13 .17   .11 .14   .10 .13 
Job search self-efficacy    .45***    .36***    .39*** 
Adjusted R2  .01 .11 .24  -.01 .01 .09  .02 .05 .11 
F  1.05 2.23** 4.14***  8.58 1.09 1.97*  1.23 1.50† 2.23** 
ΔR2   .10*** .13***   .02 .08***   .03† .06*** 
Note. N = 187. †p < .10. *p < .05. **p < .01. ***p < .001.  
